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2A B S T R A C T
3The Certifi ed Internal Auditor (CIA) programme is the formal globally 
recognised test of competence for internal auditors. However, the 
question is raised whether this assessment of competence has kept up 
with the changing demands of modern internal auditing, taking into 
account the fact that demands may differ from one country or region 
to the next. The fact that Australia, the UK & Ireland and South Africa 
require qualifi cations in addition to those of the CIA programme may be 
attributed to a need for a different level of competence in comparison 
with the Rest of the World. The objective of the study was to determine 
whether differences exist between the respective competency level needs 
for internal auditors from South Africa, the UK and Ireland, Australia and 
the Rest of the World. Data from the Institute of Internal Auditors’ (IIA’s) 
latest global Common Body of Knowledge (CBOK) study was used to 
determine and statistically analyse the perceived levels of importance 
of general competencies, technical skills and behavioural skills needed 
by internal auditors. The results indicated that globally internal auditors 
have similar perceptions of what competencies are most important for 
internal auditors, but the levels of importance differ among the regions. 
South Africa demanded a higher level of competence and aligned closely 
with the UK and Ireland, which could explain why South Africa now needs 
a customised competency assessment. Australia consistently indicated 
different perceptions of the levels of importance of competencies, 
which could explain Australia’s need for a country-specifi c internal audit 
competency assessment. Hence one size may not fi t all.
4Key words:  certifi ed internal auditor, competency assessment, internal auditing, internal 
audit competencies, cross-country comparison.
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1The internal audit profession has undergone many changes in the last two decades. 
This view is supported by a dramatic change in how it defines itself, at a time when 
the profession is attempting to address the changing landscape in which internal 
auditors operate (Krogstad, Ridley & Rittenberg 1999:27; PwC 2013:4; Ramamoorti 
2003:10), thus creating an ongoing need for new competencies and skills for 
individuals. These changes have forced the Institute of Internal Auditors (IIA), 
both its head office in the United States of America (USA) (hereafter referred to 
as IIA Global), as well as the individual chapters, affiliates and regions (hereafter 
referred to as IIA bodies) across the globe to address this need by, for example, 
continuously changing the syllabus of the professional certification, namely the 
Certified Internal Auditor (CIA) examination (IIA 2011) and implementing new or 
updated continuing professional development (CPD) initiatives.
2Currently, the CIA programme,1 consisting of the CIA examination and practical 
experience requirements, is the formal globally recognised assessment of competence 
for internal auditors (IIA 2013a); both for the profession and practice. However, 
the question arises whether this assessment of competence2 has kept up with the 
changing demands of modern internal auditing, taking into consideration the fact 
that the demands may differ from one country or region to the next, thus affecting 
the competency level needs.
3In 2010, the IIA in the United Kingdom and Ireland (IIA-UK & Ireland) achieved 
chartered status (changing from certified), and became the Chartered Institute of 
Internal Auditors, providing for the needs of its members by developing a country-
specific professional certification programme, namely Chartered Member of the IIA 
(IIA-UK & Ireland 2010). It also introduced a diploma and an advanced diploma, 
which are the prerequisites for becoming a Chartered Internal Auditor. The IIA in 
Australia (IIA-Australia) followed suit and commenced with its country-specific new 
professional member designation, Certified Member of the IIA on 1 November 2011 
(IIA-Australia 2011). It also introduced a graduate certificate, which is the prerequisite 
for membership and professional status. The members of the IIA in South Africa 
(IIA-SA) have also recognised the need for revisiting the professional pathway for 
internal auditors in the country. At the IIA-SA Leadership Forum held on 4 June 
2012, a majority of 94.8% of South African leaders indicated that the new three-part 
CIA qualification did not adequately address this country’s internal audit competence 
needs. In addition, the majority of the leaders (68.6%) voted in favour of accepting 
the new proposed three-part CIA certification examination, but recommended that 
it should be complemented by an additional fourth examination paper covering the 
South African internal audit context (Von Eck 2012a). The IIA-SA also introduced 
a formal three-year learnership (workplace learning – ”articles”) programme, which 
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became compulsory for all individuals wishing to take the CIA examination as from 
January 2014 (IIA-SA 2014). However, this proposal by the IIA-SA was partially 
rejected by the IIA Global’s Professional Certification Board (IIAPCB) with regard 
to the CIA examination being written on completion of a learnership, although the 
idea of a learnership was supported (IIAPCB 2014). It can thus be assumed that the 
IIA Global in general will not, from this point forward, be in favour of major regional 
deviations from the current global route, but may accommodate certain regional 
preferences. Apart from the shared need to deviate from the global route, these three 
regions are important in terms of global IIA membership representation, with South 
Africa and the UK & Ireland being the second and third largest IIA bodies in the 
world, respectively (Von Eck 2012b).
4The importance of these three regions’ efforts to enhance the professional 
development of their members by requiring specific internal audit education and 
training, in addition to those of the CIA programme, may, firstly, be attributed to a 
need for a different level of competence compared to the rest of the world. Secondly, 
this need may be fuelled by the fact that the professional qualifications offered 
by the accountancy professions in these regions are also similar, in that all have 
chartered status (SAICA 2012; ICAEW 2012; ICAS 2012; CAI 2012; ICAA 2012); 
being perceived to have a more significant professional status (Carliner 2012:411); 
and chartered accountants being in direct competition with CIAs for high-level 
internal audit positions (Coetzee et al. 2010:12). Lastly, the inputs required to qualify 
as a professional internal auditor in these three regions are more formalised3 with 
specific internal audit education and training requirements, compared to the rest of 
the world, where the global route3 to qualifying as a CIA prevails. Prior internal audit 
competence studies focus on the identification of specific competencies and skills 
needed by internal auditors to perform their work with proficiency (see the literature 
study section). However, no studies could be found that investigate the differences in 
perceptions between countries in this regard.
5With the above background in mind, the objective of the study, which informed 
this article, was to determine whether there are differences between the respective 
competency level needs for internal auditors from South Africa, the UK & Ireland, 
Australia and the Rest of the World;4 thus reflecting whether the IIA’s current 
global assessment of competence, namely the CIA designation, is adequate to meet 
a specific country’s internal audit competence needs. The rationale behind choosing 
only these three regions was based on the current movement by these regions to 
change or enhance the competence assessment, as discussed previously. To achieve 
this objective, the differences in perceptions (and the significance thereof) held by 
the IIA members of South Africa, the UK & Ireland, Australia and the Rest of the 
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World (hereafter referred to as the four participating regions) in respect of the levels 
of importance of the officially recognised general competencies and technical and 
behavioural skills needed by internal auditors to perform their work, were re-analysed 
on the basis of the IIA Common Body of Knowledge (CBOK) study conducted in 
2010.
6The primary benefit of this article is that the results of this study could be an 
indication to IIA bodies that a standard method of assessing competence may not be 
adequate for all. This could result in the IIA Global allowing various countries to 
change or enhance the assessment of competence. For the IIA-SA, the results may 
support its decision either to implement different methods for assessing competence 
or to maintain the status quo. For the industry, this could result in competent internal 
auditors in the context of the services and role of internal auditing, as required in 
a specific country. The rest of this article is structured as follows: a discussion of 
the literature and hypothesis formulation, the research method, the analyses and 
presentation of the results, and the conclusions and recommendations based on the 
results.
Literature review
1The development of competencies in professions has been addressed extensively in 
the literature (Cheetam & Chivers 2005:1–337; Gonczi 1994:1–16; Gonczi, Hager & 
Oliver 1990:1–70) with the notion of competence being defined as the capabilities, 
skills or traits needed to perform a job or task (IFAC 2014); mostly linked to a specific 
profession or discipline (Garavan & McGuire 2001:144; Hoffmann 2010:639–645; 
Markowitsch & Plaimauer 2009:817). Since the formalisation of the internal audit 
profession in the USA in 1941, numerous studies have been conducted on the 
specific competencies needed by internal auditors to perform their work – some 
more generalised, such as the various CBOK studies conducted by the IIA Research 
Foundation (1972; 1985; 1999; 2007; 2010), and others more specific, such as the 
impact on an effective internal audit function (Arena & Azzone 2009; Miller & 
Smith 2011:20).
2Although the role of an internal auditor in the organisation is not a new 
phenomenon, the standing of and demand for the internal audit function are new. In 
global surveys among users of internal audit services, PricewaterhouseCoopers (PwC 
2013:5) and the IIA Research Foundation (Miller & Smith 2011:7), as well as a survey 
performed in South Africa (Coetzee et al. 2010:5), concluded that internal auditors are 
confronted by the challenge of adapting to a changing and increasingly challenging 
business environment (Groenewegen 2000) that demands greater value, together 
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with an increased focus on strategic and operational risks. These expectations from 
a variety of stakeholders necessitate an expanded set of skills and competencies from 
internal auditors to ensure that they stay abreast of the rapid changes and increasing 
complexity in operations (Seol, Sarkis & Lefley 2011:229).
3It would seem that the IIA, as the governing body of the profession, has not shied 
away from this challenge and requires, through the IIA Standards, that internal 
auditors should be competent and keep abreast of the changing environment (IIA 
2013b), and has subsequently developed the Internal Auditor Competency Framework 
(IACF). The IACF was compiled by a task force consisting of subject specialists and 
volunteers from around the globe and highlights the ten core competencies that 
professional internal auditors should possess (IIA 2013c). However, the IACF is the 
only guidance provided by the IIA Global with regard to the competencies needed by 
professional internal auditors. This is in contrast to the majority of other professional 
accounting and auditing bodies which, as members of the International Federation 
of Accountants (IFAC) and the Global Accounting Alliance (GAA), adhere to the 
requirements as set out in the international education standards published by IFAC 
(GAA 2015). These education standards emphasise the importance of competency-
based professional development in the accounting and auditing professions (IFAC 
2014), which includes not only a competency framework, but also detailed guidance 
on, inter alia, the practical experience requirements and the assessment of competence. 
Although the IIA Global is affiliated to the IFAC, it does not meet IFAC’s membership 
criteria (IFAC 2015). Furthermore, no evidence could be obtained indicating that the 
IACF and CIA programmes are linked. These two aspects could probably have been 
the motivating factors for the IIA in the UK & Ireland (IIA-UK & Ireland 2010) 
and in Australia (IIA-Australia 2011) to develop tailor-made professional education 
programmes for their members.
4As mentioned previously, internal audit competence is currently assessed through 
a process of certification, with the CIA designation being ”the only globally accepted 
certification for internal auditors and remains the standard by which individuals 
demonstrate their competence and professionalism in the internal auditing field” 
(IIA 2013a). The questions to be posed are whether the current process of certification 
of the IIA addresses the changing environment in which internal auditors operate; 
whether the specific countries’ environments in which internal auditors operate 
differ; and if so whether the competencies required of internal auditors may differ, 
reflecting in different competency assessments for different countries. A study 
performed by Selim, Allegrini, D’Onza, Koutoupis and Melville (2014) on the 
global trends of internal auditing suggests that internal auditing in regions differs, 
such as the difference in the environment of developing and developed countries 
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(Sarens & Abdolmohammadi 2011), including the competencies needed (Selim et 
al. 2014:27–28). This difference in internal audit environments and competencies is 
further supported by studies in other disciplines, such as the accounting field (World 
Bank Group 2014; Karreman & Needles 2013; Inglis, Shelly, Morley & De Lange 
2011; Coe & Delaney 2008) and healthcare environment (Van Riemsdijk 2013), 
supporting the current variety of competency assessment in different countries in 
these fields. However, a thorough search of studies investigating the effect of rolling 
out one competency assessment for an international recognised professional body, 
such as the Chartered Institute of Management Accountants (CIMA) or Information 
Systems Audit and Control Association (ISACA), delivered no results. This study 
could thus further benefit other professions in investigating whether a “one size fits 
all” approach would be the most effective assessment method.
5To determine whether the three regions’ current challenge against the IIA Global 
competence assessment is because of the changed environments and competency 
requirements in these regions, the following were analysed and used to measure the 
different perceptions of internal audit competencies needed: 11 general competencies 
essential to perform certain tasks; 15 behavioural skills relating to an individual 
managing his or her own actions towards others; and 18 technical skills, consisting of 
the application of a specific field’s terminology or methodology, included in the two 
most recent global CBOK studies (IIARF 2007; 2010) on the competencies needed 
by internal auditors to perform their work.. In the context of the literature above, the 
research method and design of this study were based on the following hypotheses:
• H0(1a-1k): The perceptions of the four participating IIA regions on the perceived 
levels of importance of general competencies do not diff (see annexure I).
• H1(1a-1k): Differences exist between the perceptions of the four participating 
IIA regions on the perceived levels of importance of general competencies (see 
annexure I).
• H0(2a-2o): The perceptions of the four participating IIA regions on the perceived 
levels of importance of behavioural skills do not diff (see annexure II).
• H1(2a-2o): Differences exist between the perceptions of the four participating IIA 
regions on the perceived levels of importance of behavioural skills (see annexure 
II).
• H0(3a-3r): The perceptions of the four participating IIA regions on the perceived 
levels of importance of technical skills do not differ (see annexure III).
• H1(3a-3r): Differences exist between the perceptions of the four participating IIA 
regions on the perceived levels of importance of technical skills (see annexure III).
1The research method applied in this research study is explained below.
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Research method
1To achieve the research objective, a literature study was conducted to contextualise 
the differences in the internal audit environment, competency requirements and the 
assessment of professional competence in various regions. The specific IIA bodies 
in South Africa, the UK & Ireland and Australia have challenged the status quo by 
either establishing different certification requirements, or being in the process of 
doing so; indicating a possible need for the expansion of the competencies and skills 
needed by internal audit professionals, and the guidance provided by the IIA Global 
in this regard.
2The data in the IIA’s latest global CBOK study5 (IIARF 2010) was used, initially 
to determine and then to statistically analyse the perceived levels of importance of 
the general competencies, technical skills and behavioural skills needed by internal 
auditors. In addition, the significant differences in perceptions among the respondents 
from the four participating regions were determined in order to test the hypotheses 
of the study. Internal auditors (only staff level practitioners and service provider non-
partners were included) were requested to indicate on a four-point Likert-type scale 
(ranging from 1 = unimportant to 4 = very important) the importance of certain 
competencies and skills deemed necessary to perform their work. Globally, 13 582 
internal auditors participated in the overall survey, including 294 respondents from 
South Africa, 657 from the UK & Ireland, and 206 from Australia. For the questions 
on competencies and skills, the potential South African responses were 199, answered 
by all the respondents (100%), 479 answered by 475 (99%) from the UK & Ireland, 
and 111 answered by all (100%) from Australia. This should be seen in the light of 
the fact that 29% of respondents in the CBOK study were from the USA and Canada, 
25% from Western Europe (including the UK & Ireland), 17% from Asia Pacific 
(including Australia), 12% from Latin America and Caribbean, 9% from Europe and 
Central Asia, 5% from Africa (including South Africa) and 3% from the Middle East 
(Alkafaji, Hussain, Khallaf & Majdalawieh 2010:5). All three regions used in this 
study were fairly represented in their specific continents.
3To understand the context of the CBOK data used to obtain evidence pertaining 
to the competencies and skills required by internal auditors to perform their work, 
the profile of the respondents from the three selected regions who contributed to the 
CBOK 2010 data, is presented. Three criteria were used, namely formal qualifications 
(focusing only on bachelor’s degrees, master’s degrees or PhDs), professional 
certification (focusing only on CIA/MIIA, CA/CPA and CISA) and the position in 
the organisation (either an in-house staff level practitioner or a non-partner service 
provider). The summary of the results is provided in table 1.
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Table 1: Profi le of the respondents from the three regions
xxviiiIndicator xxixCategory xxxSouth Africa xxxiUK & Ireland xxxiiAustralia
xxxiiiFormal 
qualifi cation
xxxivBachelor’s /higher 
diploma
xxxv143 xxxvi71.8% xxxvii239 xxxviii50.3% xxxix62 xl55.8%
xliMaster’s xlii51 xliii25.6% xliv152 xlv32% xlvi47 xlvii42.3%
xlviiiPhD xlix0 l0 li1 lii0.2% liii0 liv0
lvProfessional 
qualifi cation
lviCIA/MIIA lvii87 lviii43.7% lix291 lx61.2% lxi53 lxii47.7%
lxiiiCA/CPA lxiv9 lxv4.5% lxvi72 lxvii15.1% lxviii52 lxix46.8%
lxxCISA lxxi11 lxxii5.5% lxxiii51 lxxiv10.7% lxxv18 lxxvi16.2%
lxxviiPosition in 
organisation
lxxviiiIn-house practitioner lxxix195 lxxx470 lxxxi100
lxxxiiNon-partner service 
provider
lxxxiii4 lxxxiv5 lxxxv11
lxxxviTotal respondents lxxxvii199 lxxxviii475 lxxxix111
1The respondents used in this study were internal audit functionaries and it is evident 
from table 1 that in terms of academic and professional qualifications, they formed a 
proper basis to provide credible data for the purpose of this article.
2The non-parametric Kruskal-Wallis test was conducted to obtain evidence on the 
three hypotheses (p < 0.05). After exploring the boxplots for each question across 
the four regions, the assumption of identically shaped and scaled distributions for 
all countries could be made, with the Kruskal-Wallis test performed to test for 
differences in the medians of each region. The Kruskal-Wallis test is a rank-based 
non-parametric test that can be used to determine whether there are statistically 
significant differences between two or more groups of an independent variable on 
a continuous or ordinal dependent variable (Laerd 2013); in this instance, the data 
existed on an ordinal scale. No diagnostic test results were included because ordinary 
data are not suitable for parametric tests. The chi-square statistical test was used 
for the Kruskal-Wallis test to determine the level of statistical significance at a 5% 
level. The Mann-Whitney post hoc test was subsequently performed on all possible 
pairwise comparisons to determine, for each competency or skill, whether statistical 
significant differences existed between paired regions.
3The limitations imposed on the research on which this article was based were, 
firstly, that the response rates generated by the 2010 CBOK study for South Africa, 
the UK & Ireland and Australia were low compared to the total IIA membership for 
these three regions, although each region fairly represented the continent in which 
it is situated. Secondly, the possibility exists that IIA bodies in other regions are also 
currently developing (or considering developing) unique internal audit competence 
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development initiatives. Further research could include a larger number of regions 
with affiliated IIA bodies in the analysis. Also, this study was limited to determining 
whether differences in competencies and skills existed among the selected regions 
and did not investigate the reasons for possible differences. This would a possible 
area for future research.
Results
1The results emerging from the research are discussed below. The results of the 
Kruskal-Wallis tests and the Mann Whitney tests are discussed and presented as 
follows: general competencies (see annexure 1 and table 2); behavioural skills (see 
annexure 2 and table 3); and technical skills (see annexure 3 and table 4).
General competencies
1With regard to the comparison of all the general competencies (see annexure 1, 
columns A and B), the general competencies for all four participating regions with 
the highest mean rating (from the Likert scale) of importance were communication 
skills (most important), while the competency with the lowest rating was cultural 
fluency and foreign language skills (least important). Although the region-specific 
ratings differed, the second through sixth most important general competencies were 
the same, namely ability to promote the value of the internal audit activity within the 
organisation”, keeping up to date with industry and regulatory changes and professional 
standards, organisational skills, problem identification and solution skills” and conflict 
resolution/negotiation skills.
2The non-parametric Kruskal-Wallis test revealed statistically significant differences 
at the 5% level (p < 0.05), among the perceptions of the levels of importance of each 
of the general competencies for internal auditors to perform their work. For the first 
set of hypotheses, there was sufficient sample evidence at the 5% level of significance 
to reject H0(1a-k) in favour of H1(1a-k). It can thus be concluded, that for all the general 
competencies listed, there was a statistically significant difference between at least 
two of the four participating IIA regions on the perceived levels of importance of 
each competency, with the level of statistically significant differences being the 
highest, relating to cultural fluency and foreign language skills” and competency with 
accounting framework, tools and techniques”.
3Based on the mean ranking (see annexure 1A), all 11 general competencies 
tended to receive a higher importance ranking by the South African respondents, 
compared to the respondents from the other regions, in respect of the internal 
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auditors’ perceptions of their level of importance in the workplace. Furthermore, six 
of the 11 general competencies tended to receive a higher importance ranking from 
Australia, thus indicating that Australia tends to perceive these general competencies 
as more important than the UK & Ireland and Rest of the World, but less important 
than South Africa.
4To obtain evidence of the differences between each possible combination of 
regions, Mann-Whitney tests were performed for general competencies. The results 
are presented in table 2. Note that only the number of general competencies (from 
a possible total of 11) that differed statistical significantly (p < 0.05) were recorded 
(annexure 1B).
Table 2: Signifi cant differences of general competencies among the regions
xcRest of the World xciSouth Africa xciiUK & Ireland xciiiAustralia
xcivRest of the World xcv9 xcvi81.8% xcvii9 xcviii81.8% xcix11 c100%
ciSouth Africa cii4 ciii36.3% civ11 cv100%
cviUK & Ireland cvii11 cviii100%
1From the above, it is evident that Australia differed consistently from all the other 
regions. Furthermore, South Africa and the UK & Ireland had similar perceptions 
of the general competencies required by internal auditors, with seven of the 11 
competencies not statistically significantly different. The statistically significant 
differences were in relation to language, IT, accounting and training, whereas the 
insignificant differences were in relation to soft skills (the first seven in annexure 
1B).
Behavioural skills
1With regard to the comparison of all the behavioural skills (see annexure 2), the 
three behavioural skills with the highest mean rating of importance as reported 
by all four participating regions’ respondents were: confidentiality, objectivity and 
communication, with South Africa, Australia and the Rest of the World having the 
same sequence. This tendency was also applicable to the lowest rated behavioural 
skill, namely change catalyst.
2The non-parametric Kruskal-Wallis test revealed statistically significant 
differences at the 5% level (p < 0.05), among the regions with regard to their 
perceptions of the level of importance of each one behavioural skill, namely change 
catalyst. For the second set of hypotheses, there was sufficient sample evidence at the 
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5% level of significance to reject H0(2a-2g;2i-2o) in favour of H1(2a-2g;2i-2o). It can thus be 
concluded that for all the behavioural skills listed, except for change catalyst, there 
was a statistically significant difference between at least two of the four participating 
IIA regions on the perceived level of importance of each skill, with the highest level 
of statistically significant differences relating to influence, leadership and relationship 
building.
3Based on the mean ranking (see Annexure 2A), 10 of the 15 behavioural skills 
tended to receive a higher importance rating from the South African respondents, 
compared to other regions, in respect of the internal auditors’ perceptions of their 
level of importance in the workplace. Furthermore, five of the 15 behavioural skills 
tended to receive the second highest importance ranking from the UK & Ireland, 
compared to four of the 15 behavioural skills for both Australia and the Rest of the 
World.
4To obtain evidence of differences between each possible combination of regions, 
Mann-Whitney tests were performed for behavioural competencies. The results are 
presented in table 3. Note that only the number of behavioural skills (from a possible 
total of 15) that differed statistical significantly (p < 0.05) were recorded (annexure 
2B).
Table 3: Signifi cant differences of behavioural skills among the regions
cixRest of the World cxSouth Africa cxiUK & Ireland cxiiAustralia
cxiiiRest of the World cxiv10 cxv66.6% cxvi11 cxvii73.3% cxviii12 cxix 80%
cxxSouth Africa cxxi 4 cxxii26.6% cxxiii14 cxxiv 93%
cxxvUK & Ireland cxxvi15 cxxvii100%
1From the above, it is evident that, once again, Australia differed from the other 
regions. Furthermore, South Africa and the UK & Ireland had similar perceptions 
of behavioural skills required by internal auditors, with 11 of the 15 skills not being 
statistically significantly different. The statistically significant differences related to 
staff management, leadership, judgement and influence, whereas the non-significant 
differences related to the remainder of the skills (see annexure 2B).
Technical skills
1With regard to the comparison of all the technical skills (see annexure 3), the 
mean ratings indicated that three regions’ respondents rated understanding the 
business as the most important technical skill required, whereas South Africa rated 
risk analysis and control assessment techniques as the most important technical skill, 
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with understanding the business as the second most important. The technical skill, 
governance, risks and control techniques, was rated third by three of the regions, 
excluding the Rest of the World. The technical skills that were rated the lowest by 
all four regions were forecasting, ISO/quality knowledge, total quality management 
and balanced scorecard.
2The non-parametric Kruskal-Wallis test revealed statistically significant 
differences at the 5% level (p < 0.05) among the regions with regard to their 
perceptions of the level of importance of each of the technical skills for internal 
auditors to perform their work. For the third set of hypotheses, there was sufficient 
sample evidence at the 5% level of significance to reject H0(3a-r) in favour of H1(3a-r). It 
can thus be concluded that, for all the technical skills listed, there was a statistically 
significant difference between at least two of the four participating IIA regions on 
the perceived level of importance of each skill, with the most statistically significant 
differences relating to negotiating, forecasting and total quality management.
3Based on the mean ranking (see annexure 3A), similar to the general competencies, 
all 18 technical skills tended to receive a higher importance ranking from the South 
African respondents, compared to those from the other regions, in respect of the 
internal auditors’ perceptions of the level of importance in the workplace. Furthermore, 
11 of the 18 technical skills tended to receive the second highest importance from 
the Rest of the World, thus indicating that the Rest of the World tended to perceive 
these skills as being more important than the UK & Ireland and Australia, but less 
important than South Africa.
4To obtain evidence of differences between each combination of regions, Mann-
Whitney tests were performed for technical skills. The results are presented in table 
4. Note that only the number of technical skills (from a possible total of 18) that 
differed statistically significantly (p < 0.05) were recorded (annexure 3B).
Table 4: Signifi cant differences of technical skills among the regions
cxxviiiRest of the World cxxixSouth Africa cxxxUK & Ireland cxxxiAustralia
cxxxiiRest of the World cxxxiii14 cxxxiv77.7% cxxxv8 cxxxvi44.4% cxxxvii15 cxxxviii 83%
cxxxixSouth Africa cxl6 cxli33.3% cxlii18 cxliii100%
cxlivUK & Ireland cxlv18 cxlvi100%
1From the above, it is evident that Australia consistently differed the most from 
the other regions. South Africa and the UK & Ireland did not differ statistically 
significantly on 12 of the 18 technical skills, whereas the UK & Ireland and the Rest 
of the World did not differ statistically significantly on 10 of the 18 technical skills. 
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South Africa and the Rest of the World did not differ statistically significantly on 
four of the 18 skills. Furthermore, Australia’s perceptions of technical skills needed 
by internal auditors, differed with regard to all 18 skills from both South Africa and 
the UK & Ireland.
Conclusions and recommendations
1The objective of this article was to determine whether differences exist among the 
respective competency level needs for internal auditors from South Africa, the UK 
& Ireland, Australia and the Rest of the World, thus reflecting whether the IIA’s 
current global assessment of competence, namely the CIA programme, is adequate 
to meet a specific country’s internal audit competency needs. The rationale for 
choosing these specific regions was that South Africa, the UK and Ireland and 
Australia had previously or were currently challenging the IIA Global on whether 
the CIA programme is adequate to measure the needed competence levels of 
internal auditors in these regions, based on the changing environments in which 
they operate. The literature supports the need for a diverse set of competencies 
and skills in different countries, both in the internal audit and other professions. 
Subsequently, it appears that a global professional assessment for a specific country 
could be inadequate. However, no support could be found for the impact of 
different competence assessments on one globally recognised profession – both on 
the professional bodies, the members and the perceptions of all other stakeholders.
2To achieve the objective of the study, data that had been gathered by means of the 
2010 IIA CBOK study on the competencies and skills requirements were analysed 
and interpreted by means of statistical techniques. The results of the study indicated 
that there were similarities among the perceptions of the respondents from all 
four participating regions in terms of the most important competencies and skills 
listed. However, statistically significant differences existed in terms of the levels 
of importance, between at least two of the four participating regions. Australia 
consistently differed from the other regions (86% of the competencies and skills 
differed statistically significantly from the Rest of the World, 97% from South Africa 
and 100% from the UK & Ireland). South Africa (measuring statistical differences 
of 75% with the Rest of the World and only 31% with the UK & Ireland) and UK & 
Ireland (measuring a 63% difference with the Rest of the World) were consistently in 
closest agreement with South Africa, while the UK & Ireland had similar perceptions 
on the competency needs of internal auditors. South Africa also consistently rated the 
level of importance of listed competencies and skills higher than the other regions.
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3It can thus be inferred that although globally internal auditors have the same 
perceptions of what competencies are the most important for internal auditors to 
perform their duties in the workplace, the levels of importance differ among the 
regions, with South Africa demanding a higher level of competency if measured by 
the rated level of importance. Also, since South Africa’s closest alignment is with the 
UK & Ireland, which changed their professional development, demands in 2010 to a 
perceived higher status, this could explain why South Africa now indicates the same 
need for change. With Australia consistently indicating a statistically significant 
different perception of the levels of importance of the competencies and skills from 
the other participating regions, this could again explain Australia’s need for a country-
specific internal audit competency assessment.
4Based on the results of this study, it is recommended that the IIA should consider 
the specific competency needs in different regions by including flexibility in 
professional development initiatives. It is clear from the results that one size does 
not fit all and that the IIA should consider making the assessment of the global 
CIA designation locally relevant. This study should also contribute to the body of 
knowledge on professional competencies in a global environment. Furthermore, the 
effective assessment of internal audit competence could enhance the status of internal 
audit professionals in the industry. It is recommended that a qualitative study should 
be conducted to gain more in-depth knowledge of why the competency needs in 
countries or regions differ in order to provide professional bodies with a broader 
platform to improve their initiatives to serve their members and other stakeholders.
Endnotes
1. The global route to qualify as a CIA includes the completion of any bachelor’s degree 
(prior to sitting for the CIA examination) as well as the completion of two years’ rel-
evant practical experience prior to using the CIA designation. The relevance of work 
experience is assessed by the IIA and ranges from experience gained while working, 
inter alia, as an accountant, external auditor, management accountant and consultant 
(IIA 2013). Although the IIA Global would consider regional preferences, these may 
not affect a candidate’s eligibility to write the CIA examination.
2. The word ”competence” for the purposes of this study refers to the total level of knowl-
edge, skills and behaviour of a professional individual, whereas the word ”competency/
ies” refers to individual capabilities (Ennis 2008:7). However, the literature supports 
the interchangeable use of these terms.
3. These regions have specific bachelor’s degrees and diplomas focusing on internal au-
diting. They also have specific practical experience requirements (monitored by local 
IIA bodies) to be met before qualifying as a CIA.
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4. The Rest of the World was treated as a region for the purposes of this study and includes 
all other countries that participated in the CBOK 2010 survey, apart from South Africa, 
Australia and the UK & Ireland.
5. The study was conducted by the IIA Research Foundation to establish the core compe-
tencies required by internal auditors (Bailey 2010).
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